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Abstract 
Complex and accurate diagnostic of the entrepreneurial potential requires a flexible assessment method that could investigate 
complex and specific constructs, having high face validity and credible results for the assesses, while instrumenting a rich 
feedback for the development needs. Due to its consistent operational validity and responsiveness to the mentioned requirements, 
the assessment center is proposed as a method that could contribute to the investigation of entrepreneurial potential of students. 
An AC designed according to the Guidelines and Ethical Considerations for Assessment Center Operations (International Task 
Force on Assessment Center Guidelines) has been implemented within a career center in a university. 163 students divided in 
groups of 10-12 participants participated in 14 assessment centers, being observed by 4 assessors. The results indicate a high 
concordance level between the four assessors (Kendall W between .83-.90; p İ .01), similar with the results reported in 
literature. This high fidelity of measurements is evidence that the assessment center can be a reliable method to evaluate 
behaviors in this context, providing a preliminary argument regarding the use of the assessment center in the diagnostic of 
entrepreneurial potential. 
© 2015 The Authors. Published by Elsevier Ltd. 
Peer-review under responsibility of the Scientific Committee of EPC-TKS 2015. 
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1. Introduction 
Europe is experiencing the largest number of unemployed people in its history, according to a 2013 report (over 
25 million) and the solution promoted for overcoming this crisis is to support entrepreneurship (European 
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Comission, 2013). Developing entrepreneurial education and training is one of the three pillars that can support 
reigniting the entrepreneurial spirit.  Through education, pupils and students develop an entrepreneurial mindset by 
acquiring knowledge, skills and attitudes such as creativity, initiative, tenacity, teamwork, awareness of risk, and a 
sense of responsibility. Besides education, career guidance services must also adapt to the new working environment 
by promoting an entrepreneurial and innovative culture, providing the necessary skills to set up and grow businesses, 
and increasing the awareness of entrepreneurship as a career opportunity (CEDEFOP, 2011). 
The funding provided by the European Union for supporting the development of entrepreneurship is generous and 
various social and economic actors are making efforts to contribute to the establishment of an entrepreneurial 
culture, to expand the entrepreneurial competences of pupils, students, employed and unemployed adults to create 
opportunities for development in this sector.  
However, any training program or career development intervention should base its action into a thorough needs 
analysis. Educating and counseling entrepreneurs should be no different, but development needs assessment 
procedures are seldom practiced before embarking into an entrepreneurship training for students who express their 
interest in starting a business on their own.  
2. Defining entrepreneurship – approaches and challenges 
In such an interdisciplinary field, the majority of experts admits that entrepreneurship has many facets and 
various approaches try to define, explain and predict it based on individual, social, economic and cultural factors.  
Integrating Hofstede’s national cultural dimensions – power distance, uncertainty, avoidance, 
masculinity/feminity, individualism/collectivism- research has been trying to prove that entrepreneurship is favored 
in cultures with a high degree of individualism, low uncertainty, high power distance and masculinity (Hayton, 
George & Zahra, 2002).  
The social learning approach identifies several types of experiences that influence the entrepreneurial behavior 
and success: previous managerial, entrepreneurial or industrial experience manifested as competences or knowledge 
capital that allows the entrepreneur to identify opportunities, appreciate their potential and explore it (Pintea, 2004).  
One of approaches with the most solid empirical support explains entrepreneurship through the psychological 
particularities of entrepreneurs, indicating some of their specific personality traits, such as need of achievement, risk 
taking and internal locus of control (Brockhaus & Horowitz, 1986).  
Begley & Boyd (1987), Evans & Leighton (1989) and Mueller & Gapisch (2005) bring empirical evidence 
regarding the positive relations between internal locus of control and entrepreneurial success, which seems to affect 
even the income of entrepreneurs (van Praag, van Witteloostuijn & van der Sluis, 2009).  
Regarding the attitude towards risk taking, Caliendo, Fosen & Kritikos (2011) confirm that individuals with a 
lower risk adversity have a significantly higher probability to become entrepreneurs than the employers with a 
higher risk adversity. Other characteristics of entrepreneurs have been documented in this approach: tolerance for 
ambiguity (Koh, 1996); creativity (Long, 1983); need for autonomy, proactivity (Becherer & Maurer, 1999; Crant, 
1996).
Rauch & Frese (2007) continue to analyze personality factors that differentiate entrepreneurs from managers and 
other categories of population in a meta-analysis, without taking into consideration the studies using the Big Five 
personality model. Results show that entrepreneurs have higher scores on innovation, stress tolerance, proactive 
personality, need for autonomy and – surprisingly – a lower locus of control, compared to managers 
In a meta-analysis, Zhao & Seibert (2006) evaluated studies investigating the relationship between the Big Five 
personality factors in managers vs. entrepreneurs. The results indicated difference in four of the five factors. 
Entrepreneurs obtained significantly higher scores on consciousness, openness and emotional stability having 
significantly lower scores on agreeability. There were no significant differences regarding extraversion. 
Caliendo, Frossen & Kritikos (2011) using large, representative data from the German Socio Economic Panel 
(SOEP) identified that high values in openness to experience and in extraversion increase the probability to become 
entrepreneur. Same results were observed by Panc, Mihalcea & Panc (2012) investigating the personality and other 
psychological characteristics that differentiate the Romanian students that became entrepreneurs from the aspiring 
ones. Entrepreneurs have higher scores on the Openness factor being more optimistic and enthusiastic. No 
significant differences on the Extraversion, Consciousness and Agreeableness factors appear, but differences on the 
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subscales indicate that the entrepreneurs are less prone to experience anger and negative emotions. Other personality 
features of the Romanian entrepreneurs indicate that the entrepreneurs prefer to find their own solutions to problems 
than seek advice from others. The general mental ability does not differ significantly between the two groups, being 
situated at the medium level (Panc, Mihalcea & Panc, 2012).  
Although consistent in the results it provides, the approach focusing on the personality traits of entrepreneurs 
assessed with standardized personality tests has some limitations from a career development point of view.  
Individuals who are interested in engaging in entrepreneurial endeavor could benefit greatly from a hetero-
evaluation regarding their potential and traits, observed in a context where they could be involved in situations 
similar to the ones they will be facing as entrepreneurs. A detailed feedback following this assessment, with focus on 
observable behaviors and developmental needs could bring them great benefit in preparing for the entrepreneurial 
career.  
An assessment method that has proved its validity and utility repeatedly in the diagnostic, selection and 
development of human resources and responds to these identified needs is the assessment center.  
3. The Assessment Center method  
“An assessment center consists of a standardized evaluation of behavior based on multiple inputs. Any single 
assessment center consists of multiple components, which include behavioral simulation exercises, within which 
multiple trained assessors observe and record behaviors, classify them according to the behavioral constructs of 
interest, and (either individually or collectively) rate (either individual or pooled) behaviors. Using either a 
consensus meeting among assessors or statistical aggregation, assessment scores are derived that represent an 
assessee’s standing on the behavioral constructs and/or an aggregated overall assessment rating (OAR)”  
(International Task Force on Assessment Center Guideline, 2014, 6th Edition, p.6) 
Assessment centers enjoy a reputation as evidence based practices serving several purposes (Furnham, Jensen & 
Crump, 2008; Lievens, 2002) – prediction (for personnel selection, promotion or succession planning); diagnosis (to 
identify strengths and areas for development) and development (as a training intervention in itself or part of a larger 
initiative). Complementary, AC method had endured and thrived in the past 50 years also due to its increased face 
validity, flexibility and continuous reciprocal stimulation between science and practice – AC practice has been 
stimulated by good theories and empirical research and science has investigated practical AC issues (Thornton, 
2011).
As an assessment method, ACs can be designed to measure a multitude of individual different characteristics – 
called behavioral dimensions (e.g. interpersonal skills, communication skills, personality, and cognitive ability). A 
variety of tools or exercises can be employed to measure these characteristics as part of an AC (e.g. simulations, 
interviews, role-plays, in-trays).  
Behavioral dimensions (or simply “dimensions”) are similar to competencies or KSA (knowledge, skills or 
ability) and can be defined within the science and practice of AC as a constellation or group of behaviors that are 
specific, observable, measurable and verifiable; that can be reliably and logically classified together and that are 
relevant for the purpose of the assessment (Thornton, Rupp & Hoffman, 2014).  
Using meta-analytic procedures to investigate the criterion related validity of assessment center dimension 
ratings, Arthur, Day, McNelly & Edens (2003) collapsed 168 AC dimensions from a total of 34 studies into an 
overriding set of 6 dimensions: consideration/awareness of others; communication; drive; influencing others; 
organizing and planning and problem solving. These 6 dimensions represent a synthesis of the dimensions generally 
assessed in ACs. 
An AC involves multiple assessment tools such as behavioral simulation exercise, structured interviews, 
situational judgment tests, role-plays and the like. Simulation exercises are assessment techniques designed to elicit 
behaviors representative of the targeted behavioral constructs and within a context consistent with the focal job. 
Examples of simulations include in-box exercises, leaderless group discussions, case study analyses/ presentations, 
role-plays and fact-finding.  (Jackson, Lance & Hoffman, 2012) 
Other essential elements of the assessment centers refer to behavioral classifications, linkages between behavioral 
constructs and assessment center components organized in a matrix, assessors’ training, recording and scoring the 
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behaviors, integration of the data and standardization (International Task Force on Assessment Center Guideline, 
2014, 6th Edition) 
The criterion-related and construct validity of AC ratings had been investigated in many primary studies as well 
as several meta-analyses. The operational validity (corrected for criterion unreliability and range restriction) 
reported in a meta-analysis (Gaugler, Rosenthal, Thornton & Bentson, 1987) was .36 for overall assessment center 
ratings predicting job performance. More recent, other authors (Hardison & Sackett, 2004; Hermelin, Lievens & 
Robertson, 2007) report operational validity estimates (corrected for unreliability of the criterion only) of .28 for 
overall assessment ratings.  
Building on the six primary AC dimensions identified by Arthur et al (2003), a meta-analysis (Dilchert & Ones, 
2009) provide a robust estimate of the relationship between all primary AC dimensions with cognitive ability and 
Big Five factors of personality (N=4985). The results show that unit and optimally weighted composites of the AC 
dimensions add incremental validity over tests of personality (.27) and cognitive ability (.15). ACs can increase the 
applied utility of managerial staffing systems by offering information about individuals that supplements data 
already provided by standardized psychometric tests.  
The method is used extensively internationally for various purposes in various business environments (Gibbons 
& Hughes, 2013; Krause & Thornton, 2009; Povah, Crabb & McGarrigle, 2008) 
The use of assessment centers in educational settings is not new. Business schools are replacing traditional 
assessment techniques such as multiple choice tests, graduation projects and others with assessment centers to 
measure managerial skills (Bartels, Bommer & Rubin, 2000), evaluate career readiness of business majors (Riggio 
et al, 1997), predict early career success of business majors (Waldman & Korbar, 2004); diagnose leadership 
strengths and development needs (Kudisch, 2010) or as a tool in career counseling (Panc, 2008).  
4. Designing an assessment center for diagnostic of entrepreneurial potential  
Given the excellent operational validity of the AC and the benefits related to the increased face validity and 
complex developmental opportunities, the assessment center appears to be a promising alternative for assessing the 
potential strengths, readiness and developmental needs of students interested in an entrepreneurial career.  
Designing and implementing an assessment center is a complex process and its validity is dependent on the 
several factors. Therefore, the design should follow closely the recommendation stipulated in the Guidelines and 
Ethical Considerations for Assessment Center Operations (International Task Force on Assessment Center 
Guidelines, 2014, 6th Edition).  
Establishing the behavioral constructs that need to be assessed involves a rigorous and systematic process that 
considers the purpose of the assessment and how the constructs manifest in the actual job/organizational context. 
When the job does not currently exist, the analyses can be done of projected tasks or roles that will comprise the 
new position. Given that the purpose of the assessment is diagnosing the entrepreneurial potential, the analysis for 
establishing the behavioral constructs to be assessed will refer to the literature addressing the characteristics of 
entrepreneurs (see above).  
Subject matter experts have identified a set of relevant characteristics for defining entrepreneurial potential. 
These were compared with the dimensions identified by Arthur et al (2003) and are defined as it follows in Table 1.  
Table 1. Definitions of the behavioral constructs to be assessed in the AC 
Dimension Definition 
Problem solving The candidate collects information, understands relevant technical and professional information, effectively analyzes 
data, defines a working framework, uses resources in an innovative way, initiates and accepts creative solutions.  
Organizing and 
planning 
The candidate organizes his and others activity and resources to fulfill tasks successfully, prioritizes, makes plans 
and works in a structured manner, anticipates future and prepares it.  
Influencing others The candidate convinces the others to adopt a course of action to produce the desired outcome, he/she acts based on 
his/her own convictions without being influenced by others, takes responsibility for tasks and people, coordinating 
the group 
Consideration/awaren The candidate’s actions shows consideration for the needs and behaviors of others, he/she is aware of the 
implications and impact of the decisions relevant for the insiders and outsiders of the working group; he/she 
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ess of others mediates divergent points of view and accepts compromises.  
Communication The candidate transmits oral and written information, answers questions and challenges is an assertive manner 
Drive The candidate maintains a high energy level, establishes high performance standards, persists in reaching them and 
express a desire to achieve and promote on the social/economical hierarchy  
Stress tolerance The candidate remains efficient in various situations, even when disappointed, under pressure or strong opposition; 
he/she takes risks.  
Based on the frequency of use in literature, there were selected five simulation exercises: leaderless group 
discussion, group discussion with allocated roles, oral presentation, in basket and role play. The exercises were 
designed to facilitate the expression of the behaviors relevant for entrepreneurship. The difficulty and complexity 
level was limited, the working context was not very restrictive, as the participants were students with limited 
practical experience.  
The linkage between the behavioral dimensions and the simulation exercises was realized through a matrix, 
presenting which exercise will permit the evaluation of which dimension.  
The assessors involved in the observing and rating during the AC were trained before the implementation of the 
AC, according to the recommendations in the literature (Thornton & Rupp, 2006).  During the AC, each assessor 
observed the candidates assigned, taking notes about their behavior. At the end of each exercise, the assessors 
classified the behavior in one of the dimensions and gave a preliminary rating for each dimension.  
After the exercises, the observers integrated their ratings, discussing the performance of each candidate, reaching 
consensus about the overall dimension rating for each dimension. After that, the overall dimensions ratings were 
integrated statistically and the overall assessment rating was computed. After a while, each candidate received a 
feedback report during a feedback session that focused on the specific behaviors, underlining strengths, potential 
and needs for development for an entrepreneurial career.  
5. Implementing an assessment center for diagnostic of entrepreneurial potential  
Within the career center of a university in Bucharest, 163 undergraduate students from various specializations 
(psychology, law, economical sciences and technical fields) have expressed their interest in an entrepreneurial 
career, by opting to attend a training for entrepreneurial skills development.  
Before the training, each of them took part in an assessment center with the duration of 1 day, designed according 
to the description from above. There were 14 AC groups consisting of 10 – 12 participants. Each AC had 4 
observers that had been trained according to the procedure presented above.  
Besides the involvement of the participants during the activities and the positive feedback provided by the 
candidates regarding the face validity of the process, preliminary data regarding the fidelity of assessment has been 
investigated.  
In order to assess the fidelity of the measurements realized within the assessment centers, the ratings provided by 
each observer have been compared, calculating the inter-rater agreement. As described, after observing, registering 
and classifying the behavior on dimensions, each assessor reviewed the sample of behaviors and established a 
preliminary rating for each dimension.  
The inter-rater coefficient of concordance was calculated for the agreement on the preliminary ratings on each 
dimension. The results are presented in Table 2. Kendall’s (W) coefficient of concordance  
Table 2. Kendall’s (W) coefficient of concordance between assessors’ ratings on dimensions 
D1
Problem 
solving 
D2
Organizing & 
planning 
D3
Influencing 
D4
Consideration 
D5
Communication 
D6
Drive 
D7
Stress       
tolerance 
Nassessors 4 4 4 4 4 4 4
Nsubjects 163 163 163 163 163 163 163
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Kendall     
W
.866 .908 .903 .831 .894 .868 .898 
Ȥ² 560.98 588.40 602.39 538.35 579.45 562.30 582.14 
p .000 .000 .000 .000 .000 .000 .000 
All Kendall (W) coefficients indicate a high concordance level between the four assessors (.83-.90; p İ .01), 
similar with the results reported in literature in similar conditions (Lievens, 2001).  
This high fidelity of measurements is evidence that the assessment center can be a reliable method to evaluate 
behaviors in this context, that all assessors used similar criteria for assessment, focusing on the same characteristics, 
providing a preliminary argument regarding the use of the assessment center in the diagnostic of entrepreneurial 
potential.  
6. Conclusions 
In the actual socio-economic context, entrepreneurship is a career alternative that becomes more and more 
attractive for students. For providing them appropriate support in this endeavor, thorough training needs analysis 
and potential assessment has to be completed before development programs. Various studies have explored the 
characteristics of entrepreneurs and from a personality traits’ point of view a profile can be drafted.  
Assessing the entrepreneurial potential and the development needs of a student interested in this career path is a 
challenging task - not only due to the complexity of the factors that have to be assessed, but also due to the need of 
an instrument with high face validity, that would assure a good reception of the feedback. Hetero evaluations and 
involvement in tasks similar to the entrepreneurial activities would bring added value to the results of such an 
assessment. A method that responds to these needs and is highly recommended due to its consistent operational 
validity is the assessment center.  
Designing an assessment center according to the Guidelines and Ethical Considerations for Assessment Center 
Operations (International Task Force on Assessment Center Guidelines, 2014, 6th Edition) and implementing it in a 
Romanian university for a sample of 163 students interested in an entrepreneurial career indicates some promising 
results regarding the fidelity of the measurements and the utility of the method.  
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